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Abstract 
The aim of this study was to explore the impact of the ERI scale, such as reward, over commitment, and effort on 
job satisfaction and turnover intention. A self-reported survey was conducted among academicians in three 
research universities in Malaysia: Universiti Teknologi Malaysia, Universiti Sains Malaysia, and Universiti 
Kebangsaan Malaysia. A total of 267 academicians completed the questionnaire, producing a return rate of 20% 
from the entire population. ERI was measured by 23-item of the Effort-reward Imbalance questionnaire. Job 
satisfaction was measured by Copenhagen Psychosocial Questionnaire version 2003 and turnover intention by 
Michigan Organizational Assessment Questionnaire.  Correlation and multiple regressions were performed using 
PAWS 18 in order to analyze the data. The results showed that a perceived ERI at work is a significant predictor of 
both job satisfaction and turnover intention among academicians. Specifically, rewards scale is the strongest 
predictor of both job satisfaction and turnover intentions. However, effort scale did not predict academicians’ job 
satisfaction and turnover intention. Overcommitment scale only related to job satisfaction, but not to turnover 
intention. This study concludes with some direction aimed at boosting the levels of job satisfaction and reducing 
turnover intention among academicians.  Recommendation for future research is also discussed in this study. 
© 2011 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of the Asia 
Pacific Business Innovation and Technology Management Society (APBITM).” 
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1. Introduction 
Effort-reward imbalance (ERI) is one of the most important models that recently guided 
occupational health research. The ERI model emphasizes both the effort and the reward structure of 
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work. The model is based upon the premise that work-related benefits depend on the reciprocal 
relationship between efforts and rewards at work. The inequity of effort made and reward gained in the 
working place may lead to negative stress among employees. Previous studies showed the impact of 
work stress using the ERI model on the employees’ physical health such as cellular immunity [1], 
coronary diseases [2-5]  and obesity [6]. In fact, effort and reward equity at work also affects 
employees’ work-related attitudes especially job satisfaction [7] and intention to leave the organization 
[8].  
     This model is popular in stress-related research because it consists of both situational and personal 
stressors’ characteristics [8]. Compared to other stress model, ERI model might explain stress better in 
service profession where interaction between people involved [9]. However, ERI contribution in 
research in other service occupation is still lacking. ERI might be significant to measure stress among 
academicians as they deal a lot with other people especially students.  
However, most of the studies on ERI were conducted in Western countries, while only a few 
investigations are available from Asian societies such as Malaysia. Thus, the aim of this paper is to tests 
the associations of the scales of the ERI questionnaire with a measure of job satisfaction and turnover 
intention among Malaysian academicians. Academics is characterized by rather high levels of work 
stress and it is of interest to know to what degree this holds for Malaysian. Job satisfaction and turnover 
intentions in higher institutions staff including academicians are getting more attention since these work 
groups greatly contribute to the institutions effectiveness [10]. 
2. Literature review  
2.1 Effort-reward imbalance 
    ERI model introduced by [11] claims the non-reciprocity of social exchange which is high-effort-
low-reward imbalance would lead to a certain distress state. This model consists of three components 
which are effort, reward, and overcommitment. Effort and reward are the extrinsic constructs while 
overcommitment is the intrinsic construct [12]. Level of effort spent by employees can be seen through 
their responsibility, job demands, overtimes, work interruptions, time pressure and workload [13]. This 
level of effort should be equivalent with rewards (money, esteem, job security and career opportunities) 
received by the employees [14]. When there is a mismatch between effort and reward, a condition 
called high cost-low gain occurs [15]. This condition is associated with job dissatisfaction and high 
turnover intentions due to the employees’ emotional distress.   
2.2 Job satisfaction 
   Job satisfaction is defined as the employee’s reaction to their job experience [16]. In other words, job 
satisfaction means how the employees feel about their overall job or various aspects in the jobs [17]. 
Many psychosocial factors may affect employees’ feelings such as role ambiguity and role conflict [18], 
procedural justice [19] and social support and control [20]. Another way for the employees to obtain 
job satisfaction is through what they perceive to be fair pay [21-23, 27]. 
2.3 Turnover intention   
   Turnover intention has been defined as a conscious psychological willingness to leave an 
organization [24]. Turnover intention is one of the predictors of actual turnover among employees. 
Actual turnover is the last stage of a decision-making process in which several turnover cognitions play 
a role, such as thinking of quitting, intent to quit, and intent to search for a new job [25]. Psychosocial 
work condition is identified as potential antecedents of turnover intention.  
3. Methodology 
   This study utilized quantitative data collection method. Questionnaires were distributed and collected 
to obtain the data.  A total of 267 academicians were completed the questionnaire, producing a return 
rate of 20% from the entire population. All the respondents were academicians from Universiti 
Teknologi Malaysia, Universiti Sains Malaysia, and Universiti Kebangsaan Malaysia.  The instrument 
used to measure ERI was the Effort-reward Imbalance questionnaire. Meanwhile, job satisfaction was 
measured by Copenhagen Psychosocial questionnaire version 2003 and turnover intention by Michigan 
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Organizational Assessment questionnaire. Correlation and multiple regressions were performed using 
PASW 18 to analyze the data. 
4. Result 
    Table 1 demonstrates the relationships between the scale of the ERI questionnaire and the job 
outcomes variable.  
    Table 1. Mean, standard deviation, and inter-correlation between the study variables (N=267) 
Predictor Mean S.D Reward Effort Over 
commitment
Job 
satisfaction 
Turnover 
Intentions 
Reward   4.19   0.75          -      -0.10     -0.18**      0.63**     -0.41** 
Effort   4.22   0.99       -0.10        -      0.51**    -0.16**      0.08 
Over commitment   3.78   0.84       -0.17**       0.51**        -    -0.24**      0.18** 
Job satisfaction   3.77   0.58        0.63**     -0.16**     -0.24**       -     -0.34*** 
Turnover intentions   2.31   1.33       -0.41**       0.08      0.18**    -0.34***         - 
     **Significant at p < 0.01; *** p < 0.001 
    
   Based on the results in Table 1, respondents reported moderate mean scores of effort, reward, 
overcommitment, and job satisfaction. However, mean scores of turnover intention among respondents 
was low. It was found that reward scale of ERI positively correlated with job satisfaction (r = .63, p 
< .01), while effort and overcommitment negatively correlated with job satisfaction (i.e. r = -.16, p 
< .01 and r = -.24, p <.01, respectively). Meanwhile, reward and turnover intention have a negative 
correlation (r = -.41, p < .01), and overcommitment showed a positive correlation with turnover 
intention (r = .18, p < .01). 
 
     Table 2. Hierarchical regression on Job satisfaction and Turnover Intentions (N = 267) 
Predictor 
Job Satisfaction Turnover Intentions 
ȕ R2 ȕ R2
Reward        0.60***          -0.39***  
Effort       -0.04          -0.02  
Over commitment       -0.12*           0.12  
 
 
 
 
        0.41***  
 
        0.18*** 
** Significant at p < 0.01; ***p < 0.001 
 
    Table 2 presents the finding of multiple regressions to assess the impact of ERI on job satisfaction 
and turnover intention. Overall, the model explains that ERI contributes 41% to job satisfaction and 
only 18% to turnover intention. The strongest predictor of job satisfaction was reward (ȕ = .60, p 
< .001), followed by overcommitment (ȕ = -.12, p < .01).  Only reward affects turnover intention 
significantly (ȕ = -.39, p < .001), whereas overcommitment did not predict turnover intention (ȕ = .12, 
p > .01). There was no significant impact of effort on both job satisfaction (ȕ = -.04, p > .01) and 
turnover intention (ȕ = -.02, p > .01). 
 
5. Discussion and conclusion 
 
    The aim of this study is to investigate the impact of ERI on two work-related attitudes: job 
satisfaction and turnover intention. On the average, the respondents showed moderate level of ERI. ERI 
is dominant when there is job insecurity and lack of job alternatives among the employees. This issue is 
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less confronted by Malaysian academician since they are permanent government servant. The finding 
suggested that ERI exhibits a relationship and an impact on academicians’ job satisfaction and turnover 
intention. Employees who experienced the inequity between effort and reward are found to have five-
time higher risk of job dissatisfaction [7]. Besides feeling dissatisfied with their job, employees tend to 
develop intention to leave their organization and even their profession [8].   
     Looking through each component of ERI, reward affects both job satisfaction and turnover intention. 
This means that what the employees gain at work is important to make them feel worthy and motivate 
them to continue working. However, effort is not a significant predictor of job satisfaction and turnover 
intention. The speculation of this result is perhaps effort is not considered a problem due to the 
academician expectation on their job. As the academicians, they have the flexibility of time to do their 
tasks. The problem will arise when the academician especially lecturers perceive their workload, time 
pressure and work interruptions such as student’s problems as threatening [26]. Meanwhile, 
overcommitment seems to have an impact on job satisfaction, but not to turnover intention. Compared 
to the other two components of ERI that have found to have a short term impact on turnover intention, 
perhaps overcommitment may affect the intention to leave in the long run [8].  
   In conclusion, this study provides support to the ERI scale as the predictor of job satisfaction and 
turnover intention in academic sector, specifically in Malaysian setting. However, the limitation of this 
study is that the data based on cross-sectional basis only. Thus, this study could not investigate the long 
term effects of ERI on job satisfaction and turnover intention. Despite these limitations, this study 
clearly supports the predictive value of experiencing an ERI for turnover intentions and job satisfaction. 
This study also provides information to the organization to manage effectively the levels of job 
satisfaction and turnover intention among employees. This study suggests that improving the working 
conditions by increasing the rewarding aspects of work could be efficient for increasing job satisfaction 
and reducing turnover intention. Future researcher may conduct a longitudinal research on the same 
topic. Moreover, more research should be conducted to identify the impact of ERI on other work-
related attitudes such as organizational commitment and job engagement as well as work-related 
behavior such as absenteeism and anti-social behavior. 
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